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A B S T R A C T 
Toxic leadership refers to the sum of the negative aspects of leaders within their leadership traits. 
Narcissistic leadership is a multidimensional structure that includes charismatic leadership and 
authoritarian leadership types. Toxic leaders can harm the organization, employees and society in 
which they work. This research aims to determine the toxic characteristics of leaders working in public 
universities and to extract the attribute of organizational trust in job satisfaction. Turkey's Istanbul 
made the data collected through face to face survey research methods in 470 people working in the 
public university hospital in the province were analyzed by analysis methods used in social sciences. 
As a result of the analysis, a negative significant relationship between toxic leadership and 
organizational trust, a negative significant relationship between toxic leadership and job satisfaction 
and its sub-dimensions, and a positive significant relationship between organizational trust and job 
satisfaction and its sub-dimensions were found. Toxic leadership affects managerial job satisfaction 
and company policy-based job satisfaction through the full set of organizational trust. In addition, toxic 
leadership has also been found to be effective on job satisfaction arising from employees through 
partial organizational trust.      
© 2021 by the authors. Licensee SSBFNET, Istanbul, Turkey. This article is an open access article 
distributed under the terms and conditions of the Creative Commons Attribution (CC BY) license 




Businesses that want to provide sustainable competitive advantage have to give importance to organizational values. Many scientists 
have studied the concept of value and sustainable competitive advantage (Bowman & Ambrosini, 2000). Today, high competition 
environment, uncertain environment, behavior of the leader and / or manager, economic difficulties, fear of losing their job, 
psychological, behavioral and health problems. Various adversities can reduce the effectiveness and efficiency of organizations. In 
this context, there is a need for healthy, strong and talented leaders, managers and employees who attach importance to organizational 
values, who trust the organization, the manager and their colleagues, in order to maintain their effectiveness and efficiency. Members 
of the organization, who spend most of their time in the workplace, constantly question themselves in their work and try to attribute 
meaning. All employees; They want to work in organizations where they are happy in their work, they are useful, they feel they are 
part of a whole, and have feelings, common values, loyalty, team spirit, trust, unity and solidarity in the management process (Kesken 
& Ayyıldız, 2008). 
Today, in order for businesses to compete and gain competitive advantage, change depends on the harmonious work of the 
organization, leader and employee trio in the intensity of the transformation cycle. Leadership is among the most popular topics in 
academic writing. There are researchers who examine how leaders develop their organizations and how they increase the 
effectiveness and success of their followers (Pelletier, 2010), There has been increasing interest in studies focusing on the dark side 
of leadership in recent years (Burton et al., 2014; Tepper, 2007). Although leadership often has a positive connotation. 
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 Leaders who engage in harmful behavior are common in real life organizations. (Tavanti, 2011). Restriction and excessive control 
come to the fore in these organizations. The sanction is based on intimidation, and toxic leaders' selfishness, selfishness, negative 
mood and depravity behaviors are common addition, these leaders are constantly concerned and see success as ego gratification. 
Toxic leaders displaying a rude and bully personality structure negatively affect both the mental and physiological health of 
employees (Demir, 2019). 
Organizational trust of organization members who are negatively affected by toxic leaders is also affected and job satisfaction 
becomes difficult. Trust plays a key role in many processes at micro and macro levels, such as interpersonal relationships, group 
behavior, managerial efficiency, economic changes, social and political stability, and understanding different cultures, and it is 
necessary even in the most routine work (Kalemci Tüzün, 2007). Thanks to organizational trust, conflicts, complexities and 
uncertainties are reduced, information exchange increases, the efficiency and productivity of the organization reach the maximum 
level (Erdal, 2020). Job satisfaction is a personal evaluation of the job conditions (the job itself, the attitude of the management) or 
the results obtained from the job (wage, job security) and consists of the internal reactions that the individual develops against the 
perceptions of the job and job conditions through the system of norms, values and expectations (Çekmelioğlu , 2005). In order to 
achieve maximum benefit in organizations, it is necessary to value the expectations, needs, feelings and thoughts of the employees 
and to create a safe working environment. Managers' behaviors are very important for job satisfaction and organizational trust. Toxic 
Leadership behaviors cause organizational insecurity and job dissatisfaction. With this study, the relationship between variables was 
tested through the data obtained from the health sector. Due to the scarcity of previous studies within the framework of this purpose, 
it is thought that it will make an original contribution to both literature and business life. It is aimed to reveal the harmful consequences 
of the negative interaction between the leader and employee resulting from toxic leadership, to contribute to the measures to be taken 
to prevent these damages and to offer solutions.  
The mediating effect of organizational trust, which is not included in the studies explained by the research, has been tried to be 
clarified within the scope of the following questions: 
Does organizational trust have a mediating role in the effect of toxic leadership on different dimensions of job satisfaction? 
If the mediating role of organizational trust is determined, in what dimensions of job satisfaction does it occur? 
If the mediating role of organizational trust emerges, what could be the managerial suggestions in terms of toxic leadership and job 
satisfaction dimensions? 
The main objectives of this study are to reveal the negative effect of toxic leadership on job satisfaction dimensions, as well as to test 
the mediating role of organizational trust in this effect. For this purpose, pre-tests were carried out by validating the research questions 
as included in the details described in the method section. Later, data were collected through questionnaires from 470 employees 
working in different state hospitals. This research is critical in revealing the mediating role of organizational trust in the effect of 
toxic leadership on job satisfaction. The managerial suggestions developed in this way give an idea to the practitioners in terms of 
ensuring the job satisfaction of the employees. 
Literature Review 
Theoretical and Conceptual Background  
Toxic Leadership 
In addition to the positive aspects of leadership, there is also a dark side. This dark side; It includes dark leadership types such as 
petty tyranny, abusive leadership, destructive leadership, toxic leadership, workplace bullying, and narcissistic leadership (Kılıç, 
2019). Toxic leadership was revealed for the first time in Whicker (1996) and defined them as vindictive, malicious, restless and 
complaining personality traits (Whicker, 1996).  
Toxic leadership is the least researched type of leadership among the types of leadership (Çelebi et al., 2015). Toxic leaders can 
damage the functioning of the organization, complicate the work, reduce the energy of the employees and decrease the motivation 
and determination to work, complicate the work in the organization, prevent the careers of the employees, job satisfaction, It can 
destroy organizational trust and impair the physiological and psychological health of employees (Lubit, 2004). Toxic leadership, 
which is called "destructive", "bully", "cruel" and "toxic" (Goldman, 2011), includes these types of leadership because it also includes 
other negative leadership behaviors (such as bullying, rude, destructive leadership) in the workplace. (Smith & Lowman, 2020; 
Yavaş, 2016). 
Toxic leadership is examined in four sub-dimensions as selfish, selfish, self-interested, invaluable, and negative mental state (Demir, 
2020). The self-interested toxic leader uses his subordinates and business resources for their own purpose and benefit and does what 
they want by creating fear. (Appelbaum & Roy-Girard 2007). The selfish toxic leader humiliates his followers and constantly 
humiliates them and bullies their requests (Reed 2004). The invaluable toxic leader, on the other hand, makes his presence felt in 
every success, he does not give the real success to the righteous one. The toxic leader, who exhibits a negative mood, always poisons 
the environment, which is very malicious (Demir, 2020). 
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The concept of leadership has found a wide place in management literature. While leadership theories tend to increase the positive 
aspects of their members, there are also leaders who engage in harmful behavior (Reyhanoğlu & Akın, 2016). There are studies that 
reveal the negative outcomes of the leader. These are; (Coccia, 1998; Frost, 2004; Wilson-Starks, 2003; Reed, 2004; Williams, 2005; 
Goldman, 2006; Walton, 2007; Allum, 2011; Tavanti, 2011; Pelletier, 2010; Pelletier, 2012; Kasalak & Aksu, 2016; Kırbaç, 2013; 
Reyhanoğlu & Akın, 2016; Yavaş, 2016; Zagross & Jamileh, 2016, Demir 2019, Tepe 2020). Adversely affects their commitment 
and job satisfaction Currivan, 1999). The common feature of studies conducted with toxic leadership is that they have negative 
characteristics for employees and organizations (Schmidt, 2008).  
Organizational Trust (OT) 
Trust; It is a person having a positive expectation towards another person or persons and feeling a psychological sensitivity to the 
result of this expectation, and it also includes emotional sensitivity (Wech, 2002). Trust, which is the most important element of 
social capital, determines the relationships within the organization, it does not occur in a short time, and when it is shaken, it is very 
difficult to regain (Örücü & Kambur, 2017). Trust is accepted as the essence of relationships, it is a social factor that holds people 
together, and is seen as a component of common values, culture, morals and social networks in organizations (Chowdhury, 2012). 
Organizational trust is an employee's belief in the support given by his or her organization. It is more often revealed when rulers are 
just, telling the truth, and being behind their word. It plays a key role in determining both horizontal and vertical relationships (Gün 
& Söyük, 2017). In organizations where organizational trust has not developed, it is not possible for individuals to proceed towards 
the same goal. Employees in organizations with a low degree of trust express their anger and reactions by not obeying the rules of 
the management or by distorting the targets. Employees show more performance when they trust their managers and the institution 
(Ertdal & Altındağ, 2020). Organizations with a high level of trust can adapt to changes more easily, they can be more successful 
and innovate (Batmantaş & Örücü, 2018). 
Organizational trust is examined in three dimensions as trust in the organization, trust in the manager and trust in colleagues, even if 
these dimensions are perceived differently, they are interrelated. However, in some cases, there may be no link between these 
dimensions. For example, an employee of the organization may not trust the organization while trusting his manager, or on the 
contrary, he may not trust his manager while trusting his organization. Such situations may occur when employees' contribution to 
the organization is not considered and fair rewarding, favoritism, management such trust is not taken into account or the employee 
is not rewarded (Pars Şener, 2017).  
Job Satisfaction (JS) 
The concept of job satisfaction was first discussed in Hoppock's (1935) "Job Satisfaction" book. In the work, job satisfaction was 
evaluated as the level of satisfaction of the employee regarding the physical and psychological work environment (Cited in: You et 
al., 2013). 
Job satisfaction is defined as the satisfaction or discontent felt by individuals in their job. In other words, job satisfaction occurs when 
the qualifications of the job and the expectations of the employees are compatible with each other (Davis 1984). In this sense, the 
reaction of the individual to the working environment is called job satisfaction, and it is the expression of how much emotional 
satisfaction the employee has achieved in the experience of the job and the work he / she is engaged in (Yorulmaz et al., 2017). 
Job satisfaction has many benefits, the individual who has job satisfaction becomes healthy and happy in his / her work life and 
carries this happiness to almost every part of his / her life (Özdem Sezer, 2019). Job satisfaction reduces the organizational 
commitment and burnout of the employees and enables them to stay in the institution for a long time. The most important issue in 
job satisfaction is the harmony between employee and company. When adaptation increases, job satisfaction increases (Babadağ & 
Arlı, 2018). Physical and psycho-social factors related to working conditions and individual differences affect the perception of job 
satisfaction (Kalleberg, 1977). In this context, job satisfaction is considered in two dimensions as internal and external (Büyükyılmaz 
et al., 2018). External satisfaction is mainly related to factors that are not related to the job but originated from the work environment. 
These are; organizational and human characteristics related to employee, manager relations, colleagues, recognition, title, 
compensation and promotion. Internal satisfaction is satisfaction related to the content of the work done. Job structure, job 
requirements, duties required by the job affect the formation of internal satisfaction (O’Reilly & Caldwell, 1980).  
Empirical Review and Hypothesis Development 
Toxic Leadership and Organizational Trust Relationship 
Toxic leadership behaviors deeply affect both organizations and employees and can lead to negative outcomes (Schmidt, 2008). By 
damaging intra-organizational communication, it decreases organizational trust and commitment to the organization, decreases 
productivity, causes rumors, poisons the organizational climate and leads to quitting (Walton, 2007). Negative behaviors of toxic 
leaders affect the organizational trust levels of employees. In addition, the commitment of employees to the organization affects 
organizational trust (Currivan, 1999). In this context; Toxic leadership behaviors of managers directly affect organizational trust and 
decrease organizational trust by decreasing commitment. It directly affects the organizational trust of the staff, on the other hand, it 
decreases the organizational trust level by decreasing the organizational commitment (Bozkurt et al., 2020). In the study conducted 
by Bozkurt et al., It was shown that there is a negative moderate relationship between toxic leadership and organizational trust, a low 
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negative relationship between toxic leadership and organizational commitment, and a moderate positive relationship between 
organizational commitment and organizational trust (Bozkurt et al., 2020). Based on the stated studies, the following hypotheses 
have been developed: 
H1: Toxic leadership has a negative impact on organizational trust. 
 Trust is very important for organizations, it facilitates market change, contributes to economic and social development, reduces 
strikes and facilitates the management of the business. It sees trust as an international barometer in many countries (Morena et al., 
2009). 
Toxic Leadership and Job Satisfaction Relationship 
Toxic leadership causes many adverse situations, including low job satisfaction. (Ghosh et al., 2011). It negatively affects the 
sociological, physical and psychological health of employees, and adverse effects on well-being (Too & Harwey, 2012). Studies on 
this subject have revealed that managers who exhibit toxic leader behavior cause irritability and focus problems in employees, reduce 
their workplace performance, cause stress, anxiety and depression at work, and as a result, conflict and aggressive behaviors are 
observed in the individual (Appelbaum & Roy-Girard, 2007; Goldman, 2006; Frost, 2003). They are toxic leaders who approach 
employees negatively within the organization and reduce the overall performance of the organization (Reyhanoğlu & Akın, 2016). 
Toxic leaders negatively affect legal, emotional, and positive outcomes (Hoffman & Segio, 2020). Toxic leaders are people who 
permanently harm their followers, the organization and their relatives. 
Loke (2001) also revealed that there is a significant correlation between leadership behavior and job satisfaction, explaining job 
satisfaction 29%. Skinner (1969) found a positive relationship between leadership behavior and job satisfaction. The more toxic 
behavior employees perceive, the more work stresses increase (Zagross, H. & Jamileh, 2016). In toxic leadership, turnover and 
psychological distress have been found to be positively proportional and negatively proportional to job and life satisfaction (Rayner 
& Cooper, 1997; Tepper, 2000). When leaders constantly harass employees, insecurity, low self-esteem, decrease in job satisfaction, 
performance and motivation losses occur (Kusy & Holloway, 2009; Frost, 2003). Erkutlu & Chafra (2006) found that poor leadership 
and low organizational performance and job satisfaction. In his thesis on bank employees, Eriş (2019) found a significant negative 
relationship between the dimensions of toxic leadership and both scales of job satisfaction, the level of toxic leadership perceived by 
employees decreases their job satisfaction levels. Eriş & Arun (2020) reduce the level of toxic leadership perceived by bank 
employees and their job satisfaction, there is a negative relationship between them. In the study, a negative significant relationship 
was found between toxic leadership and job satisfaction. A leader with toxic leadership characteristics usually feeds on uncertainties, 
problems and negativities and creates an appropriate order for himself (Çetinkaya, 2017). It has been determined to have a negative 
effect (Zengin, 2019). According to the findings of the research, a significant negative correlation was found between abusive 
management and job satisfaction, life satisfaction and satisfaction with the organization. It has been concluded that the job 
satisfaction, life satisfaction and satisfaction levels of the employees from the lower levels are lower than the white-collar employees, 
and the level of job satisfaction, life satisfaction and satisfaction with the organization is higher. The research findings have been 
analyzed in detail in the discussion section (Serdar, 2019). In line with the studies described, the following hypotheses have been 
developed: 
H2: Toxic leadership has a negative impact on managerial based job satisfaction. 
H3: Toxic leadership has a negative impact on company policy based job satisfpolicy-based Toxic leadership has a negative impact 
on colleagues welded job satisfaction. 
 When businesses that want to increase organizational performance and gain competitive advantage, especially when they see passive 
and opposite behavior due to toxic leadership behavior, taking measures to eliminate this and reduce its effects is effective in 
providing sustainable performance and competitive advantage (Akça & Tuzcuoğlu, 2020). 
Organizational Trust and Job Satisfaction Relationship 
Trust is a fragile emotion that occurs at the end of a long and difficult process and is difficult to regenerate when broken, and it is 
accepted as the essence of all relationships. Trust keeps people together and gives them a sense of security (Gilbert & Tang, 1998). 
is necessary for job satisfaction and long-term activities of businesses. If the understanding of mutual trust develops between the 
employees in the business, it becomes one of the high-performance organizations (Çiçek & Şahin Macit, 2016). 
There is a wide range of studies on organizational trust and job satisfaction in the literature (Yorulmaz & Karabacak, (2020), in their 
study, revealed the partial moderator effect of both job satisfaction and organizational commitment on the relationship between 
organizational trust perception and job performance. Inan & Çelik (2018) In the study they conducted with bank employees, a 
significant difference was found on the organizational trust and job satisfaction scales of the employees in the public and private 
institutions. The age status, total working hours and wages were found to a ffect organizational trust and job satisfaction, and those 
who chose their job voluntarily were higher than the non-voters. Erdal  & Altındağ (2020) found no relationship between trust in 
manager and seniority and salary in their studies, but they found a positive relationship between trust in manager and job satisfaction 
with the institution. They found a positive relationship between trust in the organization, seniority and salary job satisfaction and job 
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satisfaction with the organization. Yazıcıoğlu (2009) determined that there is a significant relationship between trust in the 
organization, job satisfaction and intention to quit. In line with the studies described, the following hypotheses have been developed: 
H5: Organizational trust has a positive impact on managerial based job satisfaction. 
H6: Organizational trust has a positive impact on company policy based job satisfaction. 
H7: Organizational trust has a positive impact on colleagues welded job satisfaction. 
Toxic Leadership, The Mediating Role of Organizational Trust in Job Satisfaction Relationship 
Today, the news about toxic leadership in the press and the public is increasing day by day. Therefore, studies on toxic leadership 
and organizational outcomes have increased. Hanges (2014) tested the mediating effect of toxicity on group cohesion and work 
outcome variables. As a result of the research, toxic leadership; Leadership, unpredictability, narcissism, and authoritarian leadership, 
including self-promotion, abusive control dimensions, were found to have a direct negative impact on group-level job satisfaction, 
group productivity, group-level organizational trust, and group-level organizational commitment. In their study, Koç & Yazıcıoğlu 
(2011) determined that there is a positive relationship between the sense of trust in the manager (leader) and the sense of satisfaction 
that employees gain from their jobs. In the study conducted by Uysal 2019, a significant relationship was found between job stress 
and job satisfaction. They also found toxic leadership as a partial moderator variable in job satisfaction and job stress. In previous 
studies, the mediating effect of organizational power on the effect of toxic leadership on job satisfaction has not been investigated. 
We aim to make this work a role model. Within the scope of the mentioned studies, the following hypotheses were assumed: 
H8: Toxic leadership significantly affects managerial based job satisfaction through organizational trust. 
H9: Toxic leadership significantly affects company policy based job satisfaction through organizational trust. 
H10: Toxic leadership significantly affects colleagues welded job satisfaction through organizational trust. 
In this section, the hypotheses formed for the variables in the research model and the studies that formed the basis of the previous 
research hypotheses are explained. The research model in Figure 1 was created in line with the hypotheses created in line with the 
studies dealing with the subject in terms of toxic leadership, organizational trust and job satisfaction: 
 
Figure 1: Conceptual model 
Research and Methodology  
Purpose and Importance of Research   
The main purpose of this study is to reveal the effect of toxic leadership and organizational trust on job satisfaction. The healthcare 
sector is a very comprehensive, unique workflow, and the most intense teamwork is experienced. Especially university hospitals are 
managed with a matrix structure and there are too many managers. When choosing a manager, it is left to the initiative of the senior 
management, and people who are inexperienced, uninformed and do not have the title of manager can be managers and this affects 
the employees negatively. The important point here is to reveal the toxic characteristics of leaders and to ensure the achievement of 
job satisfaction by reinforcing the organizational trust by minimizing the influence of the followers from them. With this study, 
revealing the negativities in the interactions of leaders and followers, identifying the underlying causes of the toxic leaders' behaviours 
and It aims to improve, create an atmosphere of high organizational trust, and reach the job satisfaction of the employees. This 
information aims to enable managers to determine their own management styles, and to plan resource planning in the most efficient 
way by preventing toxic leaders from harming employees and the organization. 
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Content and Limits of Research 
The scope and limitations of this research constitutes the results of surveys on the scale of the public university hospital employees 
operating in the provinces of Istanbul in Turkey. The research explains how toxic leadership and organizational trust have an effect 
on job satisfaction. The applied method also imposes some restrictions. Example of Turkey's leading university hospitals it is made 
470 runs and this number is appropriate sampling. The acceptability of the findings as a role model for many healthcare businesses 
across the country can be considered an important factor. The research population reached 600 people by random method between 
30 August 2019 and 30 November 2019, and 470 of them were considered valid 
Research Method and Research Scales  
Face-to-face survey method was used as a data collection method within the scope of the research. The questionnaire used in data 
collection was prepared as a 7-point Likert scale. It was conducted as a result of interviews with 11 hospital staff for the validation 
of the research questions. After the validation of the research questions, a pretest was made from 27 hospital staff. Afterwards, data 
were collected through questionnaires from 470 employees working in different hospitals in the Istanbul region. The collected data 
were subjected to frequency distribution, validity, reliability, and correlation and regression analysis with statistical package 
programs used in social sciences. The questionnaire consists of four parts. The first section contains brief information about scale 
measurement tools that show demographic and demographic information about institutions and employees. In the second part, "Toxic 
(Toxic) Leadership Scale" developed by Çelebi, Güner & Yıldız (2015) was used to determine toxic leadership perceptions. The 
scale, consisting of 30 items, examines four sub-dimensions of toxic leadership. These sub-dimensions and the number of items are 
as follows: Deprecation 11 items, • Selfishness 5 items, Selfishness 9 items, Negative mood 5 items. In the third part, organizational 
trust scale developed by Nyhan   & Marlowe (1997) and adapted into Turkish by Demircan (2003) was used to determine the 
organizational trust perceptions of healthcare professionals. It is a 12-point measurement tool that consists of two sub-dimensions: 
trust in the manager and trust in the organization, and evaluates organizational trust as emotional, cognitive and planned behavior. 
The sub-dimension of trust in the manager consists of eight items (ie, items 1-8). The sub-dimension of trust in organization consists 
of four items (ie, items 9-12). The fourth part is the 20-question job satisfaction scale developed by Schwepter (2001) (Churchill et 
al., 1974; Comer et al., 1989); The structure of the work will be evaluated with questions 2, 13, 17, 18; promotion questions 4, 8, 15; 
wage questions 5, 9; executive questions 1,6; 12, company policy questions 3, 7, 14; customers' questions 11, 19, 20; and colleagues' 
questions are questions numbered 10, 16 and 4.  
Findings and Discussion 
70% of the participants are women and 30% are men. 64.9% of them are married and 35.1% are single. When the occupational 
distribution of the participants is examined, 14.7% are technicians and administrative workers, 5.1% are doctors, 9.1% are nurses, 
3.2% are technical services and 9.1% are nurses. Considering the distribution of the caretakers according to the departments they 
work in, 35.1% were in the service, 19.4% in the administrative department, 16.0% in the operating room, 11.9% in the intensive 
care, 17.4% in the polyclinic, 0.2% of them were found to work in other departments. In addition, the majority of the participants 
(34.9%) are university graduates, while the rate of high school graduates is 24.3%, high school graduates are 18.3%, Master's 
graduates are 15.5% and PhD graduates are 5.1%. realized as. The age range is 19-60, the average age is 37.18.The age range is 
between 19-60 years old, and the average age is 37.18. In addition, factor analysis results are presented in detail at Appendix 1. 
Validity and reliability analysis was applied to each scale set and the resulting Cronbach Alpha coefficients concluded that the scales 
collected by the data were safe for the study. It was tested with Correlation Analysis to measure the linear relationships between 
existing variables. Later, in addition to other hypothesis tests, regression analysis was applied to analyze mediation. Then, regression 
analysis hypothesis test was applied to analyze the mediation relationship for the hypothesis test. The Cronbach Alpha coefficient is 
used to calculate the internal consistency of the obtained factors. This value shows the total reliability of the questions that take 
factors. This coefficient is the one that best reflects the reliability value of the scale. Academic coefficient value is expected to be 
0.70 and above. A Cronbach Alpha score between 0.60 - 0.80 indicates that it is at a reliable level and that it is between 0.80 -1.00 
indicates that it is at a high reliability level in the table1(Cortina 1993). 
Table 1: Degree of Reliability of Scale Variables and Sub-Components 
Variables and Sub-Components Number Coranbach Alpha 
Toxic Leadership 30 0,996 
Organizational Trust 12 0,984 
Job Satisfaction 20 0,937 
     Managerial Based Job Satisfaction 8 0,948 
     Company Policy Based Job Satisfaction 9 0,948 
     Colleagues Welded job Satisfaction 3 0,854 
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As a result of the general reliability analysis measured for the job satisfaction dependent variable, which includes 20 questions, it 
was found to be 0.937. The sub-dimensions of job satisfaction that make up the research scale are represented with reliability values 
between 0.948 and 0.854. The Cronbach Alpha value of the organizational trust independent variable was calculated as 0.984 and 
the Cronbach Alpha value of the toxic leadership independent variable as 0.996. In addition, the general reliability analysis result for 
62 questions of the scales was found to be 0.937. In order to test the suitability of variables to factor analysis, Kaiser-Meyer-Olkin 
(KMO) and Bartlett's Test of Sphericity was conducted. It can be argued that the validity is excellent, as the limit value for sample 
adequacy is 0.976 as seen in Table 2. 
Table 2: Toxic Leadership and Organizational Trust (Independent Variable) KMO and Bartlett's Test 
KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0,976 
 
Bartlett's Test of Sphericity 
    




When the reliability analysis of the scales belonging to the model variables and the results of the Kaiser-Meyer-Olkin (KMO) and 
Bartlett’s Test of Sphericity were examined, it was seen that the scales belonging to the model variables and subcomponents were 
reliable. At the same time, as one of the normality assumptions, it is seen in table 3 that the results of the Bartlett’s Test of Sphericity 
are significant at <0.05. 
Table 3: Job Satisfaction (Dependent Variable) KMO and Bartlett's Test 
KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0,942 
 
Bartlett's Test of Sphericity 
    




Since the Kaiser-Meyer-Olkin (KMO) values were greater than 0.70 and the p value of the Bartlett’s Test of Sphericity results was 
less than 0.05, it was decided that the data set was suitable for factor analysis, and explanatory factor analysis was applied to test the 
validity of the variables and scales. The distribution of independent and dependent variables is shown in detail at Appendix 1. 
Considering the distribution of independent variables, it is seen that toxic leadership and organizational trust are gathered under one 
factor. Job satisfaction, which is included in the model as the dependent variable, was distributed to three factors: managerial based 
job satisfaction, company policy-based job satisfaction and colleagues welded job satisfaction. Correlation analysis was applied to 
determinepolicy-basedon and strength of the relationship between the variables. 
When Table 4 is examined, it is seen that the correlations between toxic leadership, which is an independent variable in the research 
model, and organizational trust and job satisfaction sub-dimensions are negative and significant. In addition, it was determined that 
the correlations between organizational trust and job satisfaction sub-dimensions are positive and significant. When the correlation 
coefficients are evaluated, it can be said that there is no multiple linear connection problem since the tolerance values calculated for 
all variables do not take a value below 0.10 and VIF values above 10 (Pallant, 2005). Regression analyzes were applied to test the 
research hypotheses. Table 5 shows the results of regression analysis showing the relationship between toxic leadership, 
organizational trust and job satisfaction. 
Regression analysis was applied to test the effects of toxic leadership on organizational trust. According to the determination 
coefficient, toxic leadership explains the organizational moth variable at a rate of 24.8% (adjusted R² = 0.248). The model 1 in Table 
5, it is seen that the negative effect of toxic leadership on organizational trust is significant (p˃0.05). Since toxic leadership was 
found to negatively affect organizational trust (β: -0.499, p <0.01), the H1 hypothesis that " Toxic leadership has a negative impact 
on organizational trust" was accepted. 
Regression analysis was used to test the effect on managerial based job satisfaction induced toxic lead the model 1 in Table 5. 
According to the determination coefficient, toxic leadership explains the managerial based job satisfaction variable at a rate of 10.7% 
(adjusted R² = 0.107). The model 2 in table 5, it is seen that the negative effect of toxic leadership on managerial based job satisfaction 
is significant (p˃0.05). Because toxic leadership's managerial based job satisfaction negatively impact is detected (β: -0.331, p <0.01) 
" Toxic leadership has a negative impact on managerial based job satisfaction" H2 hypothesis that has been adopted. 
Regression analysis was applied to test the effects of toxic leadership on company policy based job satisfaction. According to the 
coefficient of determination, toxic leadership explains 3.2% of company policy based job satisfaction (adjusted R² = 0.032). The 
model 3 in table 5, it is seen that the negative effect of toxic leadership on company policy based job satisfaction is significant 
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(p˃0.05). Since toxic leadership was found to negatively affect on company policy based job satisfaction (β: -0.184, p <0.01), the H3 
hypothesis that "toxic leadership has a negative impact on company policy based job satisfaction" was accepted. 
Table 4: Descriptive statistics and inter-correlations 
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Correlation         
Sig. (2-tailed)       N 
-,330** ,689** 1   
,000 ,000    





Correlation         
Sig. (2-tailed)       N 
-,184** ,592** ,577** 1  
,000 ,000 ,000   






Correlation         
Sig. (2-tailed)       N 
-,490** ,660** ,583** ,510** 1 
,000 ,000 ,000 ,000  
469 469 469 469 469 
** Correlation significant is meaningful at the level of the 0.01 (2-tailed).                                                                                                                                                                              
*   Correlation significant meaningful at the level of the 0.05 (2-tailed). 
 
Regression analysis was applied to test the effects of toxic leadership on company policy based job satisfaction. According to the 
coefficient of determination, toxic leadership explains 3.2% of company policy based job satisfaction (adjusted R² = 0.032). The 
model 3 in table 5, it is seen that the negative effect of toxic leadership on company policy based job satisfaction is significant 
(p˃0.05). Since toxic leadership was found to negatively affect on company policy based job satisfaction (β: -0.184, p <0.01), the H3 
hypothesis that "toxic leadership has a negative impact on company policy based job satisfaction" was accepted. 
With the regression analysis, it was tried to determine the effect of toxic leadership on job satisfaction arising from colleagues. 
According to the coefficient of determination, toxic leadership explains the job satisfaction variable arising from colleagues at a rate 
of 23.9% (adjusted R² = 0.239). The model 4 in table 5, it is seen that the negative effect of toxic leadership on colleagues welded 
job satisfaction is significant (p˃0.05). Since toxic leadership was found to negatively affect on  colleagues welded job satisfaction 
(β: -0.490, p <0.01), the H4 hypothesis that " toxic leadership has a negative impact on colleagues welded job satisfaction " was 
accepted. 
Regression analysis was applied to test the effects of organizational trust on managerial based job satisfaction. According to the 
determination coefficient, organizational trust explains the managerial based job satisfaction variable at a rate of 47.4% (adjusted R² 
= 0.474). The model 5 in table 5, it is seen that organizational trust has a significant positive effect on managerial job satisfaction 
(p˃0.05). Since it was determined that organizational trust positively affects managerial based job satisfaction (β: 0.689, p <0.01), 
the H5 hypothesis that "organizational trust has a positive impact on managerial based job satisfaction" was accepted. 
Regression analysis was applied to test the effects of organizational trust on job satisfaction stemming from firm policies. According 
to the coefficient of determination, organizational trust accounts for 34.9% of company policy based job satisfaction (adjusted R² = 
0.349). The model 6 in table 5, it is seen that organizational trust has a significant positive effect on company policy based job 
satisfaction (p˃0.05). Since it was determined that organizational trust positively affects on company policy based job satisfaction 
(β: 0.592, p <0.01), the H6 hypothesis that "organizational trust has a positive impact on company policy based job satisfaction " was 
accepted. 
With the regression analysis, the effect of organizational trust on company policy based job satisfaction was tried to be determined. 
According to the coefficient of determination, organizational trust explains 43.5% of the company policy based job satisfaction 
(corrected R² = 0.435). The model 7 in table 5, it is seen that organizational trust has a significant positive effect on company policy 
based job satisfaction (p˃0.05). As it was determined that organizational trust positively affects on company policy based job 
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satisfaction (β: 0.660, p <0.01), the H7 hypothesis that "organizational trust has a positive impact on company policy based job 
satisfaction " was accepted. 







t Sig. Adjusted 
R Square 
F 
1 Toxic Leadership Organizational 
Trust 
-0,499 -12,452 0,000 0,248 155,062*** 
2 Toxic Leadership Managerial Based 
Job Satisfaction 
-0,331 -7,564 0,000 0,107 57,219*** 
3 Toxic Leadership Company Policy 
Based Job 
Satisfaction 
-0,184 -4,035 0,000 0,032 16,283*** 
4 Toxic Leadership Colleagues Welded 
Job Satisfaction 
-0,49 -12,157 0,000 0,239 147,788*** 
5 Organizational Trust Managerial Based 
Job Satisfaction 
0,689 20,554 0,000 0,474 422,480*** 
6 Organizational Trust Company Policy 
Based Job 
Satisfaction 
0,592 15,858 0,000 0,349 251,485*** 
7 Organizational Trust Colleagues Welded 
Job Satisfaction 
0,66 18,996 0,000 0,435 360,832*** 
 
8 
Toxic Leadership Managerial Based 
Job Satisfaction 




Organizational Trust 0,698 18,031 0,000 
 
9 
Toxic Leadership Company Policy 
Based Job 
Satisfaction 




Organizational Trust 0,666 15,653 0,000 
 
10 
Toxic Leadership Colleagues Welded 
Job Satisfaction 
-0,214 -5,500 0,000  
0,468 
 
206,841*** Organizational Trust 0,553 14,220 0,000 
 *p<0,05, **p<0,01, ***p<0,001 
 
In order to prove the role of mediator variable with the regression analysis; The effect of the independent variable on the mediator 
variable and the dependent variable, and the influence of the mediator variable on the dependent variable should be shown. In 
addition, when the mediator variable and the independent variable are analyzed together, it should give results that the effect of the 
independent variable on the dependent variable disappears or decreases (Baron & Kenny, 1986). In case the effect of the independent 
variable on the dependent variable disappears completely, it can be referred to as "full mediation" and, in case of a decrease, "partial 
mediation" effect (Baron & Kenny, 1986). 
In table 6, which shows the mediating effect of organizational trust, it is seen that toxic leadership affects managerial based job 
satisfaction through organizational trust. In the first and second regressions, it is seen that toxic leadership has a significant negative 
effect on managerial based job satisfaction (p = 0.000, β = -0.331) and organizational trust (p = 0.000, β = -0.499). In the third 
regression, when organizational trust was included in the analysis together with toxic leadership as an independent variable, it was 
found that the negative effect of toxic leadership disappeared completely and showed a positive significant effect on managerial 
based job satisfaction (p = 0.000, β = 0.018). The rate of explaining the relationship between toxic leadership and managerial based 
job satisfaction through organizational trust was found to be 47.3% (p <0.001). In this case, the H8 hypothesis developed as "toxic 
leadership affects job satisfaction significantly through organizational trust" was accepted because it provides full mediation effect. 







t Sig. Adjusted 
R Square 
F 
1 Toxic Leadership Managerial Based 
Job Satisfaction 
-0,331 -7,564 0,000 0,107 57,219*** 
2 Toxic Leadership Organizational 
Trust 
-0,499 -12,452 0,000 0,248 155,062*** 
 
3 
Toxic Leadership Managerial Based 
Job Satisfaction 





0,698 18,031 0,000 
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In Table 7, which shows the mediating effect of organizational trust, it is seen that toxic leadership affects company policy based job 
satisfaction through organizational trust. In the first and second regressions in table 7, it is seen that toxic leadership has a significant 
negative effect on company policy based job satisfaction (p = 0.000, β = -0.184) and organizational trust (p = 0.000, β = -0.499). In 
the third regression, when organizational trust was included in the analysis together with toxic leadership as an independent variable, 
it was found that the negative effect of toxic leadership disappeared completely and had a positive significant effect on company 
policy based job satisfaction (p = 0.000, β = 0.149). The rate of explaining the relationship between toxic leadership and company 
policy based job satisfaction through organizational trust was found to be 36.4% (p <0.001). In this case, the H9 hypothesis developed 
as "toxic leadership significantly affects company policy based job satisfaction through organizational trust" has been accepted 
because it provides full mediation effect. 
Table 7: The Effect of Toxic Leadership on Company Policy Based Job Satisfaction through the Mediation of             







t Sig. Adjusted 
R Square 
F 
1 Toxic Leadership Company Policy 
Based Job 
Satisfaction 
-0,184 -4,035 0,000 0,032 16,283*** 
2 Toxic Leadership Organizational 
Trust 
-0,499 -12,452 0,000 0,248 155,062*** 
 
3 
Toxic Leadership Company Policy 
Based Job 
Satisfaction 





0,666 15,653 0,000 
 *p<0,05, **p<0,01, ***p<0,001 
 
Table 8 shows the mediating effect of organizational trust and toxic leadership affects colleagues welded job satisfaction through 
organizational trust. In the first and second regressions in Table 4, it is seen that toxic leadership has a significant negative effect on 
colleagues welded job satisfaction (p = 0.000, β = -0.490) and organizational trust (p = 0.000, β = -0.499). In the third regression, 
when organizational trust was included in the analysis together with toxic leadership as an independent variable, it was found that 
the negative effect of toxic leadership decreased (p = 0.000, β = -0.214). The rate of explaining the relationship between toxic 
leadership and colleagues welded job satisfaction through organizational trust was found to be 46.8% (p <0.001). In this case, the 
H10 hypothesis developed as "toxic leadership significantly affects colleagues welded job satisfaction through organizational trust" 
was accepted because it provides a partial mediating effect. 







t Sig. Adjusted 
R Square 
F 
1 Toxic Leadership Colleagues Welded 
Job Satisfaction 
-0,490 -12,157 0,000 0,239 147,788*** 
2 Toxic Leadership Organizational 
Trust 
-0,499 -12,452 0,000 0,248 155,062*** 
 
3 
Toxic Leadership Colleagues Welded 
Job Satisfaction 
-0,214 -5,500 0,000  
0,468 
 
206,841*** Organizational Trust 0,553 14,220 0,000 
 *p<0,05, **p<0,01, ***p<0,001 
 
With this study conducted with hospital staff working in different departments, it was tried to reveal the effects of toxic leadership 
on organizational trust and job satisfaction dimensions. One of the important results of the study is that the negative effect of toxic 
leadership on organizational trust (β: -0.499, p <0.01) is stronger than the sub-dimensions of managerial and firm-based job 
satisfaction, and it is gathered under one factor as a result of the analysis. Toxic leadership also has a negative effect on job satisfaction 
resulting from employees (: -0.490, p <0.01). This result indicates that the toxic leadership characteristics of the managers working 
in the hospital have negative effects on organizational trust as well as negatively affecting the relationship between the employees 
and thus reducing job satisfaction. 
The most important result of the study is to demonstrate that toxic leadership affects job satisfaction sub-dimensions through full or 
partial organizational trust. Toxic leadership alone has a negative effect (p = 0.000, β = -0.331) on managerial-induced job 
satisfaction, when tested through organizational trust, it positively affects managerial-induced job satisfaction as the dependent 
variable (p = 0.000, β = 0.018). This result shows that the hospital staff's trust towards their institution positively affects the job 
satisfaction resulting from the senior management, even if they work with a manager with toxic leadership characteristics. Because, 
due to the strict hierarchical structure, they can only communicate with the lower or middle level managers they are affiliated with. 
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For this reason, the toxic leadership characteristics revealed here represent more lower and middle-level managers, who are more in 
number than upper-level managers. 
The full mediating effect of toxic leadership on job satisfaction resulting from corporate policies through organizational trust has 
been identified. While toxic leadership alone has a negative effect on job satisfaction arising from corporate policies (p = 0.000, β = 
-0.184), it shows a positive effect on job satisfaction resulting from corporate policies when tested together with organizational trust 
(p = 0.000, β = 0.149). In light of this result, considering that institutional policies in hospitals also support organizational trust, it 
can be thought that the effects of the toxic leadership characteristics of lower and middle-level managers on job satisfaction arising 
from institutional policies on hospital staff will remain limited. For this reason, the importance of the policies determined by the 
senior management in hospital institutions for employees is increasing. 
It is seen that toxic leadership has an effect on job satisfaction arising from employees, partially through organizational trust. 
Although toxic leadership alone has a negative effect on job satisfaction resulting from employees (p = 0.000, β = -0.490), when 
tested together with organizational trust, the negative effect on job satisfaction resulting from employees decreases. In line with this 
result, it can be predicted that while organizational trust provided in hospital institutions is supportive of job satisfaction provided by 
communication between employees, managers with toxic leadership characteristics may also negatively affect job satisfaction by 
causing problems among employees (p = 0,000, β = -0,214). 
In summary, as can be seen in table 9, while the leadership characteristics of the hospital managers have effects on organizational 
trust and job satisfaction, the positive perception levels of the employees in terms of organizational trust affect the job satisfaction 
positively. Therefore, the importance of organizational trust becomes more prominent. Improving corporate policies towards 
employees may also have positive effects on job satisfaction of employees. 
Table 9: Research Hypotheses and Results 
No Hypothesis Result 
H1 Toxic leadership has a negative impact on organizational trust. Supported. 
H2 Toxic leadership has a negative impact on managerial based job 
satisfaction. 
Supported. 
H3 Toxic leadership has a negative impact on company policy based job 
satisfaction. 
Supported. 
H4 Toxic leadership has a negative impact on colleagues welded job 
satisfaction. 
Supported. 
H5 Organizational trust has a positive impact on managerial based job 
satisfaction. 
Supported. 
H6 Organizational trust has a positive impact on company policy based job 
satisfaction. 
Supported. 
H7 Organizational trust has a positive impact on colleagues welded job 
satisfaction. 
Supported. 
H8 Toxic leadership significantly affects managerial based job satisfaction 
through organizational trust. 
Supported. 
H9 Toxic leadership significantly affects company policy based job 
satisfaction through organizational trust. 
Supported. 
H10 Toxic leadership significantly affects colleagues welded job satisfaction 




The main purpose of this study was to explain the mediating role of organizational trust in the impact of toxic leadership on job 
satisfaction dimensions. Our results, consistent with the literature, show that toxic leadership negatively affects job satisfaction 
dimensions. In addition, it was found that organizational trust has a positive effect on the sub-dimensions of job satisfaction. 
One of the important results of the study is that toxic leadership has significantly negative effect on organizational trust. This situation 
may be suggestive in terms of the senior management to introduce different managerial measures for employees with toxic leadership 
characteristics. In other words, improvement programs can be applied to employees who show leadership characteristics not only in 
terms of employee satisfaction but also threatening organizational trust. 
One of the striking implications of the study is that while toxic leadership alone has a negative effect on managerial and company 
policy based  job satisfaction, it positively affects managerial and company policy  based job satisfaction through organizational trust. 
This result highlights the hospital staff's trust in the institution. Even if they work with a manager whose toxic leadership feature is 
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dominant, their trust in their organizations still provides a managerial and company policy  based job satisfaction. Based on this 
inference, it can be suggested that employees identify and strengthen the tools that will increase their corporate trust. 
This research indicates that leaders with toxic leadership characteristics negatively affect employees' communication with each other. 
At this point, organizational trust is supportive of the job satisfaction subcomponent arising from the employees' colleagues. For this 
reason, developing actions and activities that support employee communication and including employees in them will support 
organizational trust on the one hand and job satisfaction of employees on the other. 
Thanks to this research, improvement of policies that will support organizational trust and improvement programs to be applied to 
employees who show toxic leadership characteristics can be listed as general recommendations. Variables that have moderator effect 
on existing variables can be investigated with studies with larger sample sizes for future research. 
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